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Managing change in higher education
institutions in Tanzania:
A historical perspective
by
Coletha C. Ngirwa, Martin Euwema, Emmanuel Babyegeya and Jeroen Stouten,
The Open University of Tanzania, Tanzania and Katholieke Universiteit
Leuven, Belgium
This paper examines the history of the management of the higher
education sector in Tanzania. It reveals that government policies
and management styles throughout the period from 1961 to the
early 2000s created a culture of resistance within the higher
education institutions, leading to struggles and many attempts to
change the management of the sector. The authors analyse the
effects of management practices in higher education and propose a
model of institutional change that yields positive outcomes based
on institutional needs and those of the academic faculty members.
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Gérer le changement dans les établissements
d’enseignement supérieur en Tanzanie :
une perspective historique
par
Coletha C. Ngirwa, Martin Euwema, Emmanuel Babyegeya et Jeroen Stouten,
Université libre de Tanzanie, Tanzanie et Université catholique
de Louvain, Belgique
Cet article étudie l’histoire de la gestion du secteur de
l’enseignement supérieur en Tanzanie. Il révèle que les politiques
gouvernementales et les méthodes de gestion, depuis 1961
jusqu’au début des années 2000, ont encouragé une culture de
résistance à l’intérieur même des établissements d’enseignement
supérieur, menant à des luttes et à de nombreuses tentatives de
changement de la gestion du secteur. Les auteurs analysent les
effets des pratiques de gestion dans l’enseignement supérieur et
proposent un modèle de changement des établissements donnant
des résultats positifs en fonction des besoins de ces établissements
et de leurs enseignants.
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Managing change in higher education institutions in Tanzania: a historical perspective
Introduction
The United Republic of Tanzania is a union of two countries – Tanganyika
and Zanzibar. It is in the eastern part of Africa and has been ruled by Arabs,
Portuguese, Germans and the British. In the 18th century, Arab merchants
came to the coast of Tanzania, Portuguese explorers (Vasco Da Gama) in 1498,
Germans in 1840s and the British afterWorldWar 1. After a considerable time
under colonial rule, Tanzania achieved independence from the British on 9
December 1961, with Julius Nyerere as Prime Minister. Tanzania is currently
recognised as a developing country with poor technology in all sectors
(Mwamila and Diyamett, 2006).
The Tanzanian higher-education sector has, among its objectives, to
provide advanced knowledge and skills through teaching, research and
consultancy to society. Universities, in particular, have been contributing
highly trained personnel to all socio-economic and political sectors (Astin and
Astin, 2000). Since independence, the higher-education sector and its
institutions have experienced a multitude of innovations and changes in their
curricula, processes and procedures, and in legal status. In addition, the sector
has increased greatly in terms of size, student numbers and new institutions.
These changes would require effective management to achieve their intended
goals.
The academic community enjoys a culture of openness and debate
(Boulton and Lucas, 2008), which can make management somewhat
challenging. Gappa, Austin and Trice (2007) posit a model of academic needs
such as “respect, employment equity, academic freedom and autonomy,
flexibility, professional growth and collegiality” (in Gappa and Austin, 2010: 8)
which must be realised for institutional harmony, motivation and effective
performance (Gappa and Austin, 2010). Institutional and government leaders
are responsible for management processes that should promote these
objectives as they guide initiatives for change. Throughout the changes that
occurred from 1961 into the 2000s in Tanzanian universities, academics
struggled to have their workplace needs met, while the management of the
tertiary education sector failed to create the appropriate policies and/or
manage the institutional changes. This article reviewsmanagement processes
in the tertiary education sector at both the policy level and institutional level
to analyse their impact on the university community and the development of
higher education in Tanzania. It looks at several related issues including the
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ways in which government leaders reformed the higher-education sector; the
management of these changes in tertiary institutions; and the impact of the
governmental and institutional style of management on the community of
tertiary institutions. It then looks at suggested leadership styles appropriate
for university leaders to adopt in managing tertiary institutions; these are
especially important during processes of institutional change. First, a
historical review highlights the important aspects of eras of change in
Tanzanian higher education and how the sector was managed, before
discussing these historic events in the light of literature on academic needs
and leadership.
Higher education and political domination
When Tanzania became independent in 1961, it had only one university
college, affiliated to the University of London. In 1963, this became the
constituent college of the University of East Africa. In 1970, the University
College Dar es Salaam transformed into a national university, the current
University of Dar es Salaam (UDSM) (Mkude, Cooksey and Levey, 2003).
After independence most African presidents took charge of leading their
national universities (Omari, 1991; Teferra and Altbach, 2004). A president
could control most of the university structures and practices (Omari, 1991).
In Tanzania, for instance, the ruling and the sole political party (TANU)
exercised much power over the university through centralised management
(Omari, 1991). The government dominated the university’s activities through
the formulation of policies that governed the provision and practices of higher
education. One of the popular policies was the Musoma Resolution of 1974,
through which the government set university entry criteria (Mkude, Cooksey
and Levey, 2003).
Other objectives that influenced educational provision included the
building of a socialist and egalitarian society and free education from the
primary through to the university level (Omari, 1991). The government’s
centralised control over university functions came to be resented by university
communities. The following section presents examples of the types of conflict
that existed between the university community and the ruling power.
Conflicts associated with the management of change
In 1965, students protested against apartheid in southern Africa. As part
of the protest, they destroyed resources at the British andAmerican embassies
in Dar es Salaam (Omari, 1991). The students were punished by president
Nyerere. As part of the punishment, “one argumentative student” had to
acknowledge blame and fault to the UK and US ambassadors on behalf of the
other demonstrators (Omari, 1991: 183). Omari (1991) noted that elitism in
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Tanzanian society had become widespread and, in response to student
demonstrations, the government set new criteria for entry and completion of
university studies. Admittance criteria required students to undergo three
months of military training and three months of volunteer work in
communities. University graduates were required to work for two years on
40% of their final salary (Omari, 1991). In 1966, student protests in opposition
to these policies led to the expulsion of 223 students from the university
(Mkude, Cooksey and Levey, 2003; Omari, 1991). In 1967, several expatriates or
non-Tanzanian academics were expelled from the sole university college for
what government claimed was criticism of its policies at a conference on “The
Role of the University in an Independent Tanzania” (Omari, 1991).
Political officials, rather than academics, held the higher administrative
posts (i.e. vice chancellor and chief administrative officer) in the university
during this time (Omari, 1991). The administrators were sometimes accused of
muffling students’ free expression and there was a short student strike against
an “authoritarian style of management” in 1971 (Omari, 1991). The movement,
known as the “Akivaga crisis”, marked the beginning of democratic discussions
that led to the formation of democratic committees and associations at the
university (e.g. the University of Dar es Salaam Academic Staff Association)
(Mkude, Cooksey and Levey, 2003).
The education policy, which stressed for “functional, complete and
terminal” education at each level of education, and that introduced vocational
skills in the secondary school curriculum, caused uproar in the university
community (Omari, 1991: 186). The university community, especially
academics, thought that the policy would degrade the university to an
institution for “in-service training of workers” instead of “fresh-from-school
students” (Omari, 1991). The policy aimed to enable secondary school leavers
to be self-employed, necessitating the secondary school curriculum to
integrate agriculture education, domestic science, commerce and vocational
education (Omari, 1991). The policy, imposed by the government, without
consultation with the university community, was misinterpreted leading to
chaos and ineffective implementation (Omari, 1991). In 1977, five indigenous
lecturers were fired from the university (Mkude, Cooksey and Levey, 2003) with
no clear reasons given for their dismissal. A year later, in 1978, students
protested against what they called “greed by politicians” when the latter were
fighting for larger salaries; as result about 350 students were expelled from the
university (Mkude, Cooksey and Levey, 2003; Othman, 2009). In 1979, 16 foreign
lecturers were asked to leave the university, likely because they were thought
to disapprove of how the university was being managed (Mkude, Cooksey and
Levey, 2003).
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Higher education during the country’s economic crises (1975-1985)
TheTanzanian economy was in steady decline throughout the 1970s. The
breakdown of the East African Community in 1977, followed by theTanzanian-
Uganda war in 1978-1979 led to a collapse of the economy in the early 1980s.
The higher education sector was affected in various ways: insufficient
funding; low quality; decreasing enrolment; and a lack of lecturers and
teaching resources (Mkude, Cooksey and Levey, 2003; Mollel, 2005; Omari,
1991). Othman (2009) also associated the university’s problems with the
country’s dependency on international financial institutions that
recommended budget cuts leading to, among other things, inefficiency in
research. In 1990, there were efforts to remedy the university crises through
management policies and processes (Mkude, Cooksey and Levey, 2003).
Problems beset the higher education sector throughout the 1960s to the
1980s.While some of these were social and others political, the majority were
caused by poor management and policy decisions, such as the centralisation
of power, the lack of participation by academic leaders and the exclusion of
the academic community in formulating and initiating the changes that were
being introduced. Omari notes that, “The new policy was formulated secretly
and announced abruptly as a decree, so it was quite unexpected by the
university community. Understandably, there was no applause for the lack of
participation by the wider academic community. This increased tensions and
mutual suspicions between academics and administrators, and made the
implementation of the innovation difficult and a top-heavy, up-down
operation” (Omari, 1991: 187).
This brought about negative responses to organisational change.
“…[R]esistance is neither a sudden nor a direct response to a particular
instance of change, but, rather, a function of the quality of the relationship
between agents and recipients in which change agents are and have been
active participants and contributors” (Ford, Ford and d’Amelio, 2008: 63).
An outcome of long-term non-consultative leadership behaviour is
employees’ resistance to change (see Ford, Ford and d’Amelio, 2008). At the
same time as economic crises buffeted the university, its administrators
cultivated a bad relationship with their subordinates. The unhealthy
relationship in higher education institutions was certainly an outcome of the
prolonged autocratic leadership approaches that were being taken: “…apathy,
neglect of the welfare of staff and students, lack of consultation, unilateral
decision-making, bureaucratic inefficiency and red tape, [and] bureaucratic
domination…” (Shivji, 1993: 6). “Autocratic atmospheres” have been linked
to people’s “tension” and “frustration” (K. Lewin, 1947, in Bernerth et al.,
2007: 305-306). The behaviours were inconsistent with the notion that “better
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educated and more independent people expect to be consulted rather than to
be told what to do” (Stewart, 1999: 237).
Changes in management of higher education (1980 to 2000)
Participation of the academic community in the management process had
started with reforms to the higher education sector that began in the 1980s.
Among the changes were: the institution of the 1985 Science and Technology
Policy (URT, 1996); the 1990 Kuhanga Committee; the establishment of the
Ministry of Science, Technology and Higher Education in 1990; the inception of
the Higher EducationAccreditation Council in 1995; and the establishment of the
National Council for Technical Education (NACTE) in 1997 (Mollel, 2005). Finally,
the 1995 Education and Training Policy changed everything. Through its
Education Supplementary Act No.10 of 1995, the policy opened the door
for private-sector participation in education provision (Ishengoma, 2007;
Mollel, 2005).
The changes provided some sort of autonomy and opportunity for
participation by the respective communities in the management process of
their education institutions. The Tanzania Commission for Universities web
site lists 11 public and 17 private universities, 4 public and 15 private
university colleges, and another 14 centres or institutes that it recognises
(Tanzania Commission for Universities, 2013), illustrating the extent to which
the public and private sector are engaged in the provision of higher education.
The Sokoine University of Agriculture became Tanzania’s second
university after the University of Dar es Salaam in 1984. The University of
Dodoma and three private universities are the most recent to join the sector.
Four of the oldest private universities were established in 1996, immediately
after the enactment of the Education Supplementary Act No. 10 of 1995.
Currently the Ministry of Education and Vocational Training, and the
Tanzania Commission for Universities (TCU) administers higher education on
behalf of the government. Public universities are owned and funded by the
government. Private universities are privately owned and funded. The balance
of the tertiary institutions are under their respective ministries and the
National Council for Technical Education (NACTE). NACTE governs non-
university tertiary institutions that offer technical, semi-professional and
professional courses at certificate, diploma and degree levels (NACTE, 2006).
Institutions under NACTE are categorised in five fields of study (Table 1).
As evident from the table, there are 202 tertiary institutions other than
universities in Tanzania. Of these institutions, 46 (22.8%) are unregistered
under NACTE. The field of Health and Allied Sciences seems to be more
popular, as it is in developed economies, with a higher number of institutions,
95 (47.1%).
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The Tanzania Commission for Universities (TCU) regulates all fully
accredited universities. Universities and fully registered tertiary institutions
under NACTE have been supported by the government through students’
sponsorship in medical, education and science courses, and through the
Higher Education Students’ Loans Board – Act No. 9 of 2004. Apart from the
expansion of higher education through legislation, there were also other
reforms in response to strikes, boycotts and demonstrations by the university
community.
Major developments at UDSM
Significant changes in the higher education sector occurred during the
period 1988-1993. First, two academics replaced government officials in the
positions of vice chancellor and chief administrative officer (Mkude, Cooksey
and Levey, 2003). Secondly, changes aimed at staff motivation and retention,
were implemented at the Faculty of Engineering of UDSM (currently, the
College of Engineering and Technology); these changes motivated other
faculties to adopt the initiatives (Luhanga, 2009; Mkude, Cooksey and Levey,
2003).
From 1989-1991, the UDSM created a steering committee to take stock of
all the problems facing the university. The result was the “Management
Effectiveness Review Report”, which spelt out the genesis of the university’s
problems. Discussion of the report in workshops and other venues, led to the
creation of the Institutional Transformation Programme (ITP), which guided the
full reformation of the university (Luhanga, 2009; Mkude, Cooksey and Levey,
2003). External donors supported the ITP (e.g. the German Agency for
Technical Cooperation and the Swedish International Development
Cooperation Agency Department for Research and Cooperation). Regional and
international education organisations also provided support, particularly in
the form of experience in implementing institutional reforms (e.g. the Centre
for Higher Education Transformation, the South African Association of
Table 1. Higher learning institutions under NACTE
Field of study Registered Provision Preparation Total
Agriculture, Natural Resources and Environment 20 1 - 21
Business and Management 18 4 - 22
Engineering and Other Sciences 20 12 1 33
Health and Allied Sciences 79 13 3 95
Planning and Welfare 19 11 1 31
Total 156 41 5 202
Source: NACTE (2006), “National Council for Technical Education: Recognised institutions”, available at
www.nacte.go.tz/, accessed 6 June 2013.
MANAGING CHANGE IN HIGHER EDUCATION INSTITUTIONS IN TANZANIA: A HISTORICAL PERSPECTIVE
HIGHER EDUCATION MANAGEMENT AND POLICY – VOLUME 24/3 © OECD 2014 135
Institutional Research and University Science, Humanities and Engineering
Partnerships in Africa) (Mkude, Cooksey and Levey, 2003).
In summary, the period 1988-1997 was characterised by government trials
to fulfil the academic needs of the nation and work to reform the higher
education institutions. However, although, it had released some of its hold
over academic autonomy, especially in the administration, there were still
limitations to their functions. Thus, public universities maintained their quest
for less government management and more autonomy.
Higher education in the 2000s
In 2005, the higher education sector proposed the Universities Act that
would provide the autonomy public universities sought. The Act was presented
in the parliament to replace the previous legislation to establish public
universities. For instance, the UDSMAct No. 12 of 1970 emphasised exaggerated
centralisation and limited the university’s powers to make important internal
decisions (Mkude, Cooksey and Levey, 2003). On 13 April 2005, Universities Act
No. 7 of 2005 was passed in the National Assembly (URT, 2005).
The Universities Act included, among other things, the establishment of
the Tanzania Commission for Universities (TCU) (Universities Act, Part II). It is
established that the TCU controls “...criteria for student admission to
universities in the United Republic [of Tanzania]; proposals of outlines of
academic programmes or syllabi and general regulations of curriculum
submitted to the commission by universities; the long-term planning, staff
development, scholarship and physical development strategies and
programmes of universities; [and] recurrent and development budgets for
public universities” (URT-Universities Act, Section 5, 1c). In other words, the
TCU ensures university standards, in terms of curriculum, admission, staff
qualifications and academic programmes. However, the university and
university colleges’ management and functions were devolved from state
power (albeit, nominally as discussed later) and handled by their respective
councils, or governing boards, in case of university colleges (URT-Universities
Act, Section 45, 1).
The Act made some changes regarding the procedures used to appoint a
university vice chancellor (VC), whereby in a public university the VC is
appointed by the chancellor, while in a private university the VC is appointed
by the owner/sponsor. In either case, recommendations from the university
council would be taken into consideration (Section 36, 2a, b).
The welfare of the university community is also covered in the Act; for
example it covers the establishment of the “convocations, staff associations
and students’ organisations, which are all to be run by the institution itself
through its council/governing board (Universities Act, Section 48, 1a,b,i,ii).
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With regard to student affairs, the Act stipulates that in each institution there
shall be an organ that deals with student appeals (URT-Universities Act,
Section 50 (6)). It adds that there shall be an integrity office with a qualified
person who will handle students’ welfare (URT-Universities Act, Section 50, 1).
Generally, the Act focuses on the democratic governing of university functions
and practices, including solving the long-term complaints of public
universities.
There were other changes in the higher education sector in the 2000s.
Many universities and university colleges were established during this period.
Some of the tertiary institutions changed from ordinary tertiary institutions to
universities, such as the Institute of Development and Management, which
became Mzumbe University; and some colleges became institutes (e.g. the Dar
es Salaam Technical College became the Dar es Salaam Institute of
Technology). Others expanded to create constituent colleges, as did the
University of Dar es Salaam, which established the Dar es Salaam University
College of Education (DUCE) and Mkwawa University College of Education
(MUCE).
The number of students enrolled for the 2009/2010 academic year in
tertiary institutions was 123 434. Of these, 89 449 were in public institutions,
while 33 985 were enrolled in private institutions (TCU, 2013). Statistics of
students enrolled in other higher learning institutions, specifically technical
and vocational institutions that fall under the NACTE, are not included, thus the
total number of students enrolled in the higher education sector is even higher.
Although the number of enrolments has significantly increased since the early
2000s, this does not illustrate thatTanzania has been successful in the provision
of higher education, especially when one compares this figure with its total
population of 44 928 923 (National Bureau of Statistics, 2012). Besides,
development in higher education should be looked at not only in terms of
quantity, but also of the quality of education provisions (Othman, 2009).
Despite improvements in higher education due to the Universities Act,
which did decentralise some powers to public universities, as noted
previously, higher education policy remains in the domain of the ruling party;
there is little stakeholder involvement in policy decision making. Moreover,
although the university vice chancellors are now members of the academy
and appointed by the individual chancellors of each institution, rather than
the president of the country, chancellors remain presidential appointments.
Hence, management reforms are, to some extent at least, cosmetic.
Universities cannot plan, input or alter curricula or introduce new
programmes, as they did before the creation of the TCU and the Universities
Act, unless approved by the TCU, which is a government instrument. Thus,
although there were developments in higher education, the management of
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tertiary institutions seems to remain persistently problematic. Some of the
management decisions are still centralised, particularly when the university
would like to introduce major changes. A lack of understanding of the needs
and interests of the university community appears to be at the root of several
of the problems, particularly the importance of participative leadership in the
process of creating policy and implementing change. Drawing on the
“Essential Elements Model” (EEM), which addresses the specific needs of
academics, we created an emergent model and use leadership styles to
explain the problems of managing changes in Tanzanian tertiary institutions.
We also use the model to suggest effective ways of managing changes in
tertiary institutions. Although the university community encompasses
leaders, students, academic and non-academic staff, we focused our
discussion on leaders-academic staff relations in implementing changes in
tertiary institutions.
Essential elements model (EEM) in higher education
The essential elements model, posed by Gappa, Austin and Trice (2007),
illustrates effective methods and the necessary conditions for higher
education leaders to understand and manage the academic institutions to
create a well-functioning and healthy working environment. The model is
rooted in past (20th century) needs of academics in their work and working
environment (Gappa and Austin, 2010). Their main concerns are:
“…employment security…academic freedom…and certainly faculty
involvement in shared governance…and respect accorded members of
professoriate” (Gappa and Austin, 2010: 7).
According to Gappa, Austin and Trice (2007), equal-value treatment,
without considering employment basis (permanent/contract), and training
opportunities are also important factors in creating a well-functioning
institution with committed and satisfied academic staff. The model presents
valuable insights for higher education leaders managing university functions
and individuals. Utilising it could lead to institutional harmony, development,
and academic motivation and commitment to the institutions. Institutions
with motivated groups improve performance and staff retention (Gappa,
Austin and Trice, 2007). These were clearly lacking throughout Tanzania’s
higher education history. For example, it could be said that the policy
implementations prior to the mid-2000s failed due to poor communication,
and uninvolved and unmotivated staff. Mkude, Cooksey and Levey (2003) also
noted that unmotivated academics were leaving the university (UDSM) for
other job opportunities. A motivated community requires whatWiseman and
McKeown (2010) call “multiplier leaders”. These leaders believe in their people
and promote their talents through involvement and valuing. Such approaches
also are prioritised in the EEM.
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An emergent model of managing change in higher education
Figure 1 illustrates the effects of both positive and negative conditions in
managing a higher education institution. It highlights how the negative
conditions that besieged the higher education sector throughout the past
decades discussed here, led to multiple problems and several episodes of
reactionary approaches to change by students, faculty members and the
government. The emergent model fits in the reviewed history of management
of higher education in Tanzania. The model shows how the key links between
government policy and leadership skills can lead to alternate paths, either
towards effective management of higher education institutions or ineffective
management of higher education institutions (Figure 1).
Using the history of the University of Dar es Salaam as an example, the
emergent model identifies the root cause of the unhealthy conditions at the
university: directive government policies and leadership. Leaders did not
consider academic needs, especially those of academic freedom, autonomy,
respect and collegiality. Moreover, the management processes were not
participatory. Exercising power and following directive leadership behaviours
(e.g. centralised power, dictates, force and proceeding without negotiations)
created the unhealthy environment that led to negative perceptions, chaos
and strikes at the University of Dar es Salaam and other institutes, leaving the
higher education institutions in a general state of dysfunction. Maintaining
unfavourable policies and centralised management created an atmosphere of
cynicism, uncertainty and poor relationships. The opposite approach,
however, (favourable policies arrived at through participation and negotiation
and positive leadership that sought to fulfil the needs of the academic staff
members) can lead to acceptance of organisational change initiatives.
In sum, the manner in which leaders consider people’s needs determines
institutional harmony and people’s motivation to perform their duties.
Employees’ motivation has been associated with people’s participation,
commitment and effective organisational change (Cummings and Worley,
2009; Jones, Jimmieson and Griffiths, 2005; Longenecker and Rieman, 2007).
Leaders can rectify unsupportive factors for change by considering the needs
of academic faculty and the institution, and enacting supportive policies in
the process of change.
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Poverty and managing institutional change
The history of higher education in Tanzania should also be looked at
through the lens of poverty. As a lesser developed country, emerging from
colonial rule, the higher education sector was fraught with difficulties that
would certainly be exacerbated by poverty, as would a poor working
environment (Mkude, Cooksey and Levey, 2003; Mollel, 2005; Othman, 2009).
Thus, poverty also had a role to play in influencing academics’ negative
attitudes towards organisational change.
Education is not about the number of classrooms one builds or the levels
of student’s intakes one attains, though that is very important. It is about
the quality of that education…Our universities take pride for having
raised the students’ numbers, but what about the teaching facilities? Is a
single class of 400 students a best way of conducting teaching?... Are the
seminar rooms meant for 20 to 30 people but now taking more than
60 people conducive for learning? (Othman, 2009: 11).
Insufficient resources could be one of the factors which cause difficulties
in managing changes in higher education organisations (Rutherford, Fleming
and Mathias, 1985) and in African universities in particular (Teferra and
Altbach, 2004). Luhanga (2003, 2009) maintains that academic staff at
the UDSM resisted change due to heavy workloads, an adverse working
environment with scarce resources and job stress (see Othman, 2009 for
details about adverse working environments). The number of academic staff
in Tanzanian universities is also reported to be insufficient compared to the
number of enrolled students (TCU, 2013). Staff retention is still a major
challenge in universities. In addition, increase of student enrolment without
adjusting resources seems common in higher education institutions.
Figure 1. Effective change management concerns
Note: Bolded arrows show the highest influence, single arrows show one-way influence and double
arrows show two ways.
Source: Gappa, J. M., A.E. Austin and A.G. Trice (2007), Rethinking FacultyWork: Higher Education’s Strategic
Imperative, JohnWiley & Sons, San Francisco.
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& Poor
Relationships
Ineffective
Management of
Change
Initiatives
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Conclusion
The history of Tanzania’s institutions of higher learning is fraught with
complex factors that demanded change. However, managing change was
mishandled at all leadership levels – government and institutional. The
former style of management by the Tanzanian government suggests what
Dixon (2008) called “Disengagement leadership – it is a leadership of
punishment, leadership of fear, leadership of insecurity and leadership of
crisis management”. This history underscores the importance of participatory
management, which demonstrates the need to promote autonomy, encourage
teamwork and secure people’s motivation and commitment to tasks and
thereby obtain their best performance.
The government managed higher education institutional-community
chaos (complaints, strikes and demonstrations) through firing lecturers,
expelling students and imposing rule instead of focusing on the causes of the
problems. This approach is one of the factors that led to stagnancy in the
sector. The HE sector did not begin to grow and improve until the government
acknowledged the need for policy change; in particular, policies that
reformulated universities as autonomous institutions. There are still
problems within the sector that need to be resolved. There is still a need for
the government and institutional leaders to understand academic needs more
fully and the needs of HEIs, in general, in the realm of management issues and
resource allocation.
Further studies
This review adds to the existing change-management literature by
developing greater understanding of management processes in the higher
education sector in Tanzania from historical-theoretical perspectives. It
details how directive leadership, based on a lack of consideration of workplace
and individual needs, poor communication, force, and punishment, ends with
a frustrated work group, poor relationships and resistance to change
initiatives, as well as poorly functioning institutions. It presented models
illustrating how participative leadership tends to fulfil people’s needs,
promote motivation and commitment and help bring about effective change.
These processes are under studied in the Tanzanian context. Although
empirical studies are available, most of which focus on the UDSM (e.g. those
cited herein such as Luhanga, 2009; Mkude et al., 2003; Omari, 1991) and
Luhanga et al., 2003, there are few theoretical or applied research attempts to
deepen understanding of the evolution or contemporary situation of the HE
sector in Tanzania. This review and analysis opens up researchers in
Tanzanian higher education to address the issues brought up here, especially
those that will further knowledge about management styles, best leadership
practices and quality assessment strategies. Since theTanzanian Commission
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for Universities (a government-controlled entity) is the authority for these,
research that examines the role it plays in the management and practices
within universities could help to foster the changes still necessary.
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